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FOREWORD

The United States Employment Service General Aptitude Test Battery
(GATB) was first published in 1947, Since that time the GATB has
been included in a continuing program of research to validate the
tests against success in many different occupations. Because of its
extensive research base the GATB has come to be recognized as the
best validated multiple aptitude test battery in existence for use
in vocational guidance.

The GATB consists of 12 tests which measure 9 aptitudes: General
learning Ability, Verbal Aptitude, Numerical Aptitude, Spatial
Aptitude, Form Perception, Clerical Perception, Motor Coordination,
Finger Dexterity, and Manual Dexterity. The aptitude scores are
standard scores with 100 as the averape for the general working
population, with a standard deviation of 20,

Occupational norms are established in terms of minimum qualifying
scores for each of the significant aptitude measures which, in
combination, predict job performance. For any given occupation,
cutting scores are set only for those aptitudes which contribute

to the prediction of performance of the job duties of the experi-
mental sample. It is important to recognize that another job might
have the same job title but the job content might not be similar,
The GATB norms described in this report are appropriate for use

only for jobs with content similar to that shown in the job descrip-

tion included in this report.
~ 7 < A
L#: . M

Charles E, Odell, Director
U. S. Employment Service




DEVELOPMENT OF USES APTIWUDE TEST BATTERY
For

Teacher Aid, Elementary School (education) 099,368-014

This report describes research undertaken for the purpose of developing General
Aptitude Test Battery (GATB) norms for the occupation 61‘ Teacher Ald, Elementary
Schoole The following norms were established:

Minimum Acceptable

GATB Aptitudes GATB, B-1002 Scores
N - Numerical Aptitude ?5
@ ~ Clerical Perception 95
K - Motor . Coordination 8o

RESEARCH SUMMARY
Samplst 1 male and 77 females employed as Teacher Aids, by the Boards of Education
in Forsyth, Bertie, and Montgomery Counties of North Carolina.”b’ Yf'y -four of these
.,.ueve: .'clent‘xflc:e{ as Negrces while the vemdinder e re' nen minay'» t_,-f greay members '
Criterion: Supervisory ratings made on standard SP~21 descriptive rating“sdale %ith
47 persons in Bertie and on a SP-2l rating scale specifically constructed
for fhe job of Teacher Aid with 31 versons in Forsyth and Montgomery
Counties.
Design: Concurrente.
Minimum aptitude requirements were determined on the basis of a job analysis
and statistical analyses of aptitude mean scores, standard deviations,

aptitude-criterion correlations and selective efficiencies.

Concurrent Validity: Phi Coefficient = .43 (P/2<,0008)

Bffectiveness of Norms: Only 69% of the non-test-selected workers used for this

study were good workers; if the workers had been test-
selected with the above norms, 84% would have been good

workers. 31% of the non-test-selected workers used for

this study were poor workers; if the workers had been

1
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test-selected with the above norms, only 16% would have
been poor workers. Tﬁc effectiveness of the norms is shown

grashically in Table 1:

TABLE 1
Effectiveness of Norms

Without Tests With Tests

Good Workers 69% Glss
Poor Vorkers 31% 169

SAMPLE DESCRIPTION

Size: N = 78

Occuvational Status: Employed workers.

Work Setting: Classrooms and playgrounds of 6 elementary schools in Bertie County,
14 elementary schools in Forsyth County and 5 elementary schools in
Montgomery County of North Carolina.

Selection Reguirements:

Education: High school graduation. ‘
Previous Experience: None required.
Tests: None used.

Other: Personal interview.

Principal Activities: The job duties for each worker are comparable to those shown

in the job des:ription in the appendix.

Minimum Experience: The training requirnd is 3 months experience on the jobe

TABLE 2

Means, Standard Deviations (SD), Ranges, and Pearson Product-Moment
Correlations with the Criterion (r) for Age, Education, and Experience

Mean Sp Range r
Age (years) 3246 9.8 18-52 .051
Education (years) 12.3 1.2 12-16 .053
*Experience (months) - - - -

*As job has been in existence only this school year in this area, experience
is the same for all ind{viduals,
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EXPERIMENTAL TEST BATTERY

All 12 tests of the GATB, B-1002B were administered to the sample group,

CRITERINN

Independent ratings were made by various supervisors within two \reeks of the

date of testing,

Rating Scalet! Standard SP-21 descriptive rating scale used with the portion of

the sample consisting of 47 persf)ns from Bertie County and a §P=21
type descriptive rating scale constructed specifically for this job
used with 31 persons in the sample from Montgomery and Forsyth
Counties. As there were nine items with a possible score of 45 on
the standard SP=21 and ten items with a possible score of 50 on the
specific SP-21, the raw scores of persons from Bertie County were
multiplied by the constant of 1,111 to make all criterion scotes
quantitatively comparable.

Reliability: A Pfgfson Product-Moment correlation was computed between each total
score minus the score of the final item and the score on each of the
final items treated as broad category ratings. The correlation
formula corrected for the Y variable expressed in broad categories
yielded the result of .90 which indicates satisfactory criterion
reliability based upon this considerable measure.

Criterion Distribution: The total scores of the supervisory ratings had a range of

17-45 with a mean of 38,2 and a standard deviation of 7.5.
Criterion Dichotomy: The criterion distribution was dichotomized into low and high
groups by nlacing 317 of the sample in the low group to cor-
resnond with the percentage of workers considered unsatisfactory
or marfinal. Workers in the high criterion group were

designated as "good workers'" and chose i{n the low froup as

"poor workers," The criterion critical score is 34.

. 6
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APTITUDES CONSIDERED FOR INCLUSION IN THE NORMS

Aptitudes were selected for tryout

in the norms on the basis of a qualitative

analysis of job duties involved and a statistical analysis of test and criterion

data, Aptitude V which does not have a high correlation with the criterion was

considered for inclusion in the norms because the qualitative analysis indicated

it was important for the job duties and the sample had a relatively low standard

deviation on this aptitude. With employed workers, a relatively low standara

deviation indicataSthat somé samnle nreselnctinm mav have occurred. Tahles

3, 4, and 5 show the results of the qualitative and statistical analyses.

TABLE 3

gualitative Analysis
(Based on the job analysis, the aptitudes indicated appear
to be important to the work performed)

Aptitude

V - Verbal Antitude

N - Numerical Antitude

9 - Clerical Percevtion

K - Motor Coordination

Rationale

Necessary in understanding instructions and
verbally communicating with students.

Necessary in arithmetical computations, scoring,
grading, and averaging grades.

Necessary in scoring tests by use of keys and per-
forminz a variety of clerical tasks,

Necessary in visually detecting errors and rapidly
marking same, transnosing scores, and in dupli-

cating materials,

Heans, Gtandard Deviatio
vith the Criterio

Antitudes

G-Intelligence

V-Verbal Aotitude
N-llumerical Aptitu
S-Spatial Aptitude
P-Form Perception
Q-Clerical Percept

TABLE 4

n (SD), and Pearson Product-lioment Correlations
n (r) for the Aptitudes of the GATB

Hean SD Range r

82.0 15,9 56=122 248%

86.8 12.0 66-123 JA21
de 32.7 16.7 55-132 3284

9.5 19.5 39-132  ,297%*
ion 105.6 13.3 79-141 0377 %%

K-Motor Coordination 105. 4 16.1 70=142 305 %%

I'<Finger Dexterity
l-lanual Dexterity

Jhe2 19.6 48-135 141
107.5 17.6 58=-141 247%

*Significant at the .05 level
**3irnificant at the .0l level

4
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TABLE 5

Summary of Qualitative and Quantitative Data

Aptitudes
G|V NI S|{PJQ]K|F M

Type of Evidence

Job Analysis Data:

Important X1 X3X X

Irrelevant
Relatively High Mean X | x X
Relatively Low SD x| x X
Significant Correlation

with Criterion X X X{XI]X X
Aptitudes to be Considered

for Trial Norms X1 X | X XiX1 X X

DERIVATION AND VALIDITY OF NORMS
Final norms were derived on the basis of a comparison of the degree to which trial
norms consisting of various combinations of Aptitudes G, V, N, P, Q, K, and M, at
trial cutting scores were able to differeatiate between t}}e\z 69%~0f the sample con-
sidered good workers and >1% of the sample considered poor w\ogw Trial cutting
scores at five point intervals apovroximately one standard deviation below the mean
are tried because this will eliminate about one third of the sample with three-
aptitude norms. For two-aptitude trial norms, minimum cutting scores of slightly
more than one standard deviation below the mean will eliminate about one third of
the sample; for four-aptitude t:ial norms, cutting scores of slightly less than one
standard deviation below the mean will eliminate about one third of the sample. The
Phi Coefficient was used as a basis for comparing trial norms. Norms of N-75, Q-95,
and X-80 provided optimum differentiation, The validity of these norms is shown in

Table 6 and is indicated hv a Phi Coefficient of ,43 (statistically significant at

the .0005 level),
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TABLE 6

Concurrent Validity of Test Norms N-75, Q-95, and K~80

Nonqualifying Qualifying

Test Scores Test Scorec Total

Good Workers 12 42 54

Poor Workers 16 8 24

Total 28 50 78
Phi Coefficient (@) = .43 Chi Square (X2) = 14.3

Significance Level = P/2<,0005

DETERMINATION OF OCCUPATIONAL APTITUDE NORMS
The data for this study did not meet the requirements for incorporating the
occupation studied into any of the 36 OAP's included in Section II of the
Manual for the General Aptitude Test Battery, The data for this sample will

be considered for future groupings of occupations in the development of new

occupational aptitude patterns.
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SP-20 A=Pon b Mo T
11-56 SUGGESTIONS TO RATERS

("or rating scale used in Bertie Countv)

We are asking you to rate the job performance of the people who work for you. These
ratings will serve as a "yardstick" againct which we can compare the test scores in
this study. The ratings must give a true picture of each worker or this study will
have very little value., You should try to give the most accurate ratings possible
for each worker.

These ratings are strictly confidential and won't affect your workers in any way.
Neither the ratings nor test scores of any worker will be shown to anybody in your
company. We are interested only in "testing the tests." Ratings are needed only
for those workers who are in the test study.

Workers who have not completed their training period, or who have not been on the
Job or under your supervision long enough for you to know how well they can per-
form this work should not be rated. Please inform the test technician about this
if you are asked to rate any such workers,

In making ratings, don't let general impressions or som® outstanding trait affect
your Judgment. Try to forget your personal feelings about the worker. Rate him
only on the way he does his work., Here are some more points which might help yous

1. Please read all directions and the rating scale thorougllﬂ before rating.

2, For each question compare your workers with "workers-in-general® in this job.
That is, compare your workers with other workers on this job that you have
known. This is very important in small plants where there are only a few

workers. We want the ratings to be based on the same standard in all the
plants.

3. A suggested method is to rate all workers on one question at a time. The
questions ask about different abilities of the workers. A worker may be
good in one ability and poor in another; for example, a very slow worker
may be very accurate. So rate all workers on the first question, then rate
all workers on the second question, and so on.

l: Practice and experience usually improve a worker's skill. However, one worker
with six months' experience may be a faster worker than another with six years'
experience. Don't rate one worker as poorer than another because he has not
been on the job as long,

5. Rate the workers according to the work they have done over a period of several
weeks or months. Don't rate just on the basis of one "good" day, one "bad" day

or some single incident. Think in terms of each worker's usual or typical
performance,

6. Rate only on the abilities listed on the rating sheet, Do not let factors
such as cooperativeness, ability to get along with others, promptness and
honesty influence your ratings. Although these aspects of a worker are
important, they are of no value for this study as a "yardstick" against which
to compare aptitude test scores.

Please fill in the information requested on the reverse side of this sheet,

(joh titl=, name of rater, commanyv naye and location and data)

.10



Sp-21
Rev, 2/61

DESCRIPTIVE RATING SCALE
(For Bertie County)

Score

RATING SCALE FOR

D. O. Ts Title and Code

Directions: Please read Form SP-20,"Suggestions to Raters', and then £ill in
the items listed below, In making your ratings, only one box
should be checked for each question, :

Name of Worker (print)

(Last)  (Pirst)
Sex: ldale Female

Company Job Title:

How often do you see *iis worker in a work situation?
See him at work all the time.

Sze him at work several times a day.

See him at work several times a week.

Seldom see him in work situation.

NIVENRN

How long have you worked with him?
E Under one month.

L__/— One to two months.

U Three to five months,

(—/ Six months or more.

11
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A. How much work can he get done? (Worker's ability to make efficient use of

his time and to work at high speed.)

7 1.
[/ 2.
[ 73

[ 7 s
L7 5.

Capable of very low work output. Can perform only at an unsatis-
factory pace.

Capable of low work output. Can perform at{ a slow pace.

Capable of fair work cutput. Tan perform at an acceptable but not
a fast pace.

capable of high work output. Can perform at a fast pace,

Capable of very high work output. Can perform at an unusually fast
pace.

How good i8 the quality of his work? (Worker'a ability to do high-grade work
which meets quality. atanda.rda.)

[ 7.
L7 2
L7 3
L7 4
YAVE

Performance is inferior an& almost never meets minimum quality
standards.

The gradé of his work could stand improvement. Performance is ususlly
acceptable but somewhat inferior in quality.

Performance is acceptable but usually not superior in quality.
Performance is usually superior in quality. '

i

Performance is almost always of the highest quality.

How accurate is he in his work? (Worker's ability to avoid mik.:ing mistekes. )

[ 7 1.
[ 7 2
[ 7 3
L7 4
7 5.

Makes very many mistakes. Work needs constant checking.

Makes frequent mistakes. Work needs more checking than is deairable.
Makes mistakes occasionally. Work needs only normal checking.

Makes few mistakes. Work seldom needs checking.

Rarely maekes a mistake. Work almost never needs checking.

12
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D. How much does he know about his job? (Worker®s understanding of the principles,
equ:!.pmen'l:S materials and methods that have to do directly or indirectly with
his work.

/ /1., Has very limited knowledge. Does not know enough to do his job
adequately.

[/ 2. Has little knmfed_ge. Knows enough to "get by."

U 3, Has moderate amount of knowledge. Knows enough to do fair work.
D 4. Has broad knowledge. Knows enough to do good work. ;

C7 5. Has complete knowledge. Knows his job thoroughly.

£
E. How much aptitude or facility does he have for this kind of work? (Yorker®s
adeptness or knack for performing his job easily and well,)

/_/ 1. Has great difficulty doing his job. Not at all suited to this kind
of work.

/ 7 2, Usually has some difficulty doing his job. Not toc well sulted to
this kind of work.,

/_/ 3 Does his job without too much difficulty. FPFairly well suited to this
kind of work.

/_/ 4. Usually does his job withou’ difficulty. Well suited to this kind
of work.

D 5, Does his job with great ease, Exceptionally well suited for this
kind of work.

P, How large a variety of job duties can he perform efficiently? (lorker's
ability to handle several different operations in his work.

D 1. Cannot perform different operations adequately.

E 2. Can perform a limited mmber of different operations efficiently.
[j 3, Can perform several different operations with reasonable efficienay.
[:7 4, Can perform many different operations efficiently.

Z 7 5. Can perform an umusually large variety of different operations
efficiently.
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G. How resourceful is he when something different comes up or something out of

the ordinary occurs? ('orker'a ability to apply what he already knows to a
new situation.)

V4 7 1. Almoat never is able to figure out what to do. Needs help on even
minor problems.

/7 2. Often has difficulty handling new situations. Needs help on all but
simple problems.

VA ; 3+ Sometimes knows what to do, sometimes doesn't. Can deal with problems
that are not too complex.

V4 7 4. Usually able to handle new eituations. Needs help on only complex
problems.

V4 7 5. Practically eiwaye figures out what to do himself. Rarely needs
help, even on complex problems.

H. How many practical suggestions does he make for doing things in better ways?
(Worker's ability to improve work methods. )

[ 7 1. Sticke strictly with the routine. Contributes nothing in the way
of practical asuggestions.

[ 7 2. Slow to see new ways to improve methods. Contributes few practical
suggestions.

V4 7 3. Neither quick nor slow to see new wuys to improve methods. Contributes
some practical euggestions.

[_/ 4. Quick to see new ways to improve methods. Contributes more than his
share of practical suggestions.

/ 7 5. Extremely alert to see new ways to improve methods. Contributes an
unusually large number of practical suggestions.

I. Considering all the factors already rated, and only these factors, how acceptable
is his work? (Worker's "all-around” ability to do his job.)

[__/ 1. Would bo better off without him. Performance usually not acceptable.
D 2. 0f limited value to the organization. Performance somewhat inferior.
E 3. A fairly proficient worker. Performance generally acceptable.

D 4. A valuable worker. Performance usually superior.

/ _/ 5. An unusually competent worker. Parformance almost always top notch.

14




TO THE TEACHER

(Tnstructions for Ratine Fcale urod in Yantgamers ard Toaravth Caaetiac)

You are beingasked to rate your present teacher aide. Your rating of this
individual is an important aspect of research, which is being conducted to
develop standards for use in the selection of future teacher aides.

Give your honest opinion of this person's performance in his work. This
rating is strictly confidential. Since neither the rating nor its results
will be shown to anyone in the school system, it cannot affect your aide's
standing in his job. When you have completed the form, seal it in the
attached, addressed, postage paid envelope and mail it yourself.

Your prompt completion of this rating is necessary because no further action
can be taken until the forms are received.

The success of this research depends on the true evaluation of each aide.
Consequently, it is essential that you read the instructions below and
follow them carefully.

INSTRUCTIONS:

1. On each question compare your aide's performance with other persons you
have known deing the same task.

2. Consider each question separately. Don't let one outstanding trait
affect your overall judgment. The items ask about different abilities.
An gide may be good in one task and poor in another.

3. Rate him according to the work he has done over a period of time. Don't
rate him Just on the basis of one "good" day or one "bad" day. Think in
terms of his usual or typical performance.

4. Consider only the factor you are being asked about in each question.
Don't let traits such as cooperativeness, agreeableness, and punctuality
influence your rating. Although these traits are important, they are
not applicable to this phase of the study.

5. If for any reason you feel you are unable to evaluate and rate fairly
this person, please make a brief statement of your reason on the form
and return it in the attached envelope.

REMEMBER! THE VALUE OF FUTURE TEACHER AIDES TO YOUR PROFESSION MAY DEPEND ON
THE ACCURACY OF THE RATING YOU ARE ABOUT TO MAKE.

15



NESCRIPTIVE RATINC SCALT

Teacher Aide, Flementarv School
Used in Montaomerv and Torsvth Counties)

Score
NAVE N¥ ATDE
(Plrase Print)
Sex: Male Temale ,
Rated hy y,Teacher

Schonl firadn

Tocation L Nate
(Citv)

NDirections: Check one hox for each auestion, !

How often do vou see thie aide in a vort situation?
See him at w7ork all the time,
See him at worl: several tires a dawv,
Sece nhim at work several times a weel,

Seldom see him in worl situation,

Howe lone have vou rrorled with him?
Under one mnonth,
Dne to two months,
Three to five months,

S1ix months or more,
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How accurate is he in his clerical activities?
O

A .

™
",

2, Makes frequent mistakes, Work needs more checking than ic desiTavble;

: ya
1. Makes many mistakes. Work needs constant checkinge-—""

3. Makes mistakes occasionally, Work needs only normal checking.,

>

Makes few mistakes. Work seldom needs checking.

U
.

oo

Rarely makes a mistake., Work almost never needs checking.,

o
[e]
=
—
—

docs he comprehend instructions and your teaching program?
1. Recuires repeated direction and has great difficulty in understanding.

2, Needs some repetition of instruction and has some difficulty in
understanding the methods.

With reasonable amount of instruction applies the plan without too
much difficulty.

&

Generally understands principles with few directions having to be
given to him,

00000

U
.

Grasps plans and underlying principles with a minimum of guidance,

a variety of job duties can he perform efficiently?

’

jeel
o]
=
=
o
=
om
11]

=
L]

Cannot perfofm enough different duties efficiently,

N

Can perform a limited number of different duties efficiently.
Can perform most different duties with reasonable efficiency,

4, Can perform practically all different duties efficiently,

oo

5. Can perform every duty of teacher aide efficiently,

How much help does the aide give in planning displays, bulletin boards, and
special projects?

1. Contributes nothing,
2., Contributes a useful idea occasionally,
Contributes some good ideas,

4. Contributes more than the average number of good ideas,

1
]
L3 s
]
]

5. Contributes an unusually large number of superior ideas,

17
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aptitude or knack does he have for performing clerical tasks?

Has great difficulty doing clerical tasks, WNol at all suited for this
kind of work,

Usually has some difficulty doing clirical tasks., Not too well suited
for this kind of work,

Does clerical tasks without too much difficulty. Fairly well suited for
tl'ie kind of work,

Usually does clerical tasks withoul difficulty, Well suited for this
kind of work,

Does clericul tasks with great eure, Exceptionally well suited for
this kind of work,

How resourceful is he when something different comes up or somet! ing out of the

ordinary

occurs? (Worker's ability to apply what he already knows to a new

situation),

=
L]

s

5.

Almost never is able to figure out what to do, Needs hélp on even
minor problems,

Often has difficulty handling new situations, Needs help on all but
sirple problems,

Sometimes knows what to do, sometimes doesn't, Can deal with problems
that are not too complex,

Usually able to handle new situations. Needs help on only complex
problems,

Practically always figures out what to do himself. Rarely nceds help,
even on complex problems.

How well does he handle and operate the equipment such as recorders, projectors,
and duplicating machines? .

] 1.
7 a.

Great difficulty in actual operating and very little knowledge about
the apparatus,

Some difficulty in the operations and lacks some desired knowledge of
equipment.

Generally operates without difficulty and has satisfuctory amount of
knowledge,

Rarely has any difficulty in operating the equipment with more than
the usual knowledge of the apparatus.

Complete case in operation and thorough technical knowledge.,




How aware

5.

- 16 -
of children's hehavior (individually and in groun) 1is he”
Does not notice things even as they hawmpen,
Usually observes things as they happen,

Observes things as they hapren and occasionally
anticipates behavior before it occurs.

Nbserves thines as they happen and often predicts hehavior,

Ohserves events and i1s usually able to anticirate children's

behavior.

How well does he use words in his work = (n directing children,
makine explanations, reading, etec.?

1.

5.

Knowledee and use of words very unsatisfactorv,

Knowledee and use of words less than desired for work of
teacher aide.

Adequate command of words and ab{ilitv to use them {n the
duties of assistine a teacher,

Knowledse and use of vocab'tlarv bhetter than average.

Sunerior use of lancuare,

Considerins all the factors alreadv rated, and onlv these factors,
how acceptable 15 his work? (Yorker's "all-around" ahilitv to do

his joh.)

1.

Yould he better off without him., Performance usuallw
not accentahle,

0f 1imited value to the oreanization. Parformance
somehat inferior,

A fairly proficient worker, Performance aenerallv
acceptable,

A valuable worker, Perfcrmance usually superior,

An unusally comnetent worker., Terformance almnst alwavs
top notch.

e
LA
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FACT SHEET

Job Title: Teacher Aid, Elementary School (education) 099,368-014

Job Summary: Performs non-professional tasks to assist elementary school teacher:
Operates audio-vigual aid equipment and supervises iunchroom and physical educa-
tion activities to allow teacher more time to plan and evaluate classroom activity.
Works with and encourages slower groups needing additional assistance by reviewing
assigned exercises or listening to reading assignments.

YWlork Performed: ]

l. Supervises children during the breskfast and lunch veriods:
(a) Guides children to and from the cafeteria to minimize disturbances and
to assure that each child eats his food in an orderly manner during the
time allotted for meals.

2« Prepares for the work day:
(a) Checks with teacher to receive instructions for the day.
(b) Sharpens pencils, opens windows on warm days, and arranges chairs, desks
and tables for the day.
(c) Waters vlants and [eeds small animals such as hamsters, turtles, snakes,
and {ish which are kept in the classroom for the children.

3e Performs clerical duties:

(a) Corrects tests using a sample answer form or sheet furnished by the
teacher to assurc uniformity in grading.

(b) Transfers grades from the register to report cards.

(c) Obtains supplies including reference and resource materials from the
library or stock room for class use.

(d) Prepares charts and flash cards as directed by the teacher to supplement
classroom instruction.

L4, Operates machines:

(a) Sets up and operates audio-visual aid equipment such as tape recorders,
record vlayers, and movie and slide drojectors used in the classroonm for
instructional purposess

(b) Ovcrates mimeograph and duplicating machines to reproduce tests and
other materials used in the classroom.

5. Assists teacher in the classroom:

(a) Distributes to the children and collects writing paper, pencils and books
used during the lessons.

(b) Using lesson plan, gives instructions concerning past assiznments to
pupils who have been absente.

(c) Gives individualized attention to pupils who fail to understand the
teacher's instructionse.

(d) Works with groups, usually in the back of the room, who are experiencing
difficulty in such areas as penmanship, words or reading by giving
writing exercises, using flash cards and listening to reading practice.

(e) Checks tc determine if arithmetic and spelling exercises are done
correctly.
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(£) Supervises pupils if the teacher leaves the room.

(g) Takes sick pupil to first aid room, calls parent, and, if necessary,
drives child home.

(h) Reads to the class from a designated story book.

(i) Escorts groups of either boys or girls to and from the rest rooms.

(j) Helps in classroom clean-up activity, seeing that the children remove
paper and trash from their desks and dispose of same in the trash can.

6. Supervises physical education class by directing and some®imes participating
in play activity.

7. Prevares for close of school day:
(a) Empties pencil sharpener, closes windows and waters flowers.
(b) Returns materials to the library or stock room.

Effectiveness of Norms:

Ctnly 692 of the non-test-selected workers used for this study were good
workers; if the workers had been test-selected with the iiaiélnorms. 84%
would have been good workers, 312 of the non-test-selected workers used
for this study were poor workersy if the workers had been test-selected
with the above norms, only 162 would have been poor workers,

s -398
Applicabili £ No H

The aptitude test battery is applicable to jobs which include a majority
of duties described above.

GP O 935.706







